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CD 
eee oe on Audience SME rene oe hers 
48 TEAMS II Training All employees ITB e Recruit Basic Course Upon entry to new positions 
e Supervisor School requiring access 
Ongoing 
54 Performance Evaluations Introduction to all ERG e Recruit Basic Course Consistent with promotional 
employees e Supervisor School needs 
All Supervisors e Watch Commander School 
e Command Development 
55 Est. Critical Incident Detectives II and FID e Recruit Basic Course Upon entry to unit and for 
Investigations Division Sergeants and above Supervisor School promotional schools 
(CHD) assigned to FID e Watch Commander School 
e Command Development 
2020 — Now Force- e Police Sciences and Leadership II (PSLID) 
Investigation Division (FID) 
62 Review of FID FID e Recruit Basic Course Upon entry and when promoted 
Categorical Use of Force All reviewing PSB e Supervisor School 
Scene, Supervision and managers e Watch Commander School 
Search Warrant Service e Command Development 
e Police Sciences and Leadership I (PSLII) 
Search Warrants covered in Detective Schools 
68 Non-Categorical UOF All Sworn CIRD e Recruit Basic Course For new orders, when 
e Supervisor School promoted, in all applicable 
e Watch Commander School schools 
e Command Development 
e Police Sciences and Leadership I (PSLII) 
70a,b Arrest Evaluation All Sworn PPD e Supervisor School When promoted or accepting a 
PSB e Watch Commander School new applicable position 
e Command Development 
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cD 
eee a a Audience SME rene eee chars 
71 Arrest Warrant & S/W All involved in such PPD e Supervisor School When promoted or accepting a 
Procedures duties and all PSB e Watch Commander School new applicable position 
managers who review e Command Development 
e Basic Detective Course 
e Narcotics School 
e Vice School 
e Gang School 
73 Booking Approval All officers making IAS e Recruit Basic Course Upon entry and when promoted 
Procedures and Detention arrests/detentions and PPD e Supervisor School or accepting a new applicable 
Logs all supervisors e Watch Commander School position 
e Command Development 
e Field Training Officer Course 
74, 75 Complaint Investigation All sworn PSB e Recruit Basic Course Upon entry and when promoted 
Procedures e Supervisor School or accepting a new applicable 
& Officers and Supervisors e Watch Commander School position 
who observe failure to take e Command Development 
a complaint e Roll Call Training 
e Supervisor Meetings 
78 Duty to Report Misconduct | All employees PSB e Recruit Basic Course Upon entry, when promoted or 
e Supervisor School accepting a new applicable 
e Watch Commander School position 
e Command Development : _ 
e Field Training Officer Course Ongoing: At a minimum, every 
Basic Detective Course two years during Use of Force 
Training 
84 Complaint Investigation & All supervisors and PSB e Supervisor School Upon entry to unit if not 
Adjudicating Credibility managers e Watch Commander School already trained & upon 
e Command Development promotion 
e Internal Affairs Group 
e Supervisor Meetings 
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CD 
RE y oe Audience SME rene ne eee 
97 Ethics Enforcement Section | Sergeants, Detectives, | PSB e PSB School Upon entry to unit 
(EES) and Lieutenants 
100 Professional Standards Sergeants, Detectives, | PSB e PSB School Upon entry to unit 
101 Bureau (PSB) Investigative | and Lieutenants e Supervisor School and for new orders 
Training assigned to IAG 
Criminal Referrals to 
Prosecutors 
102,103 Anti-discrimination All employees RMLAG e Recruit Basic Course Upon Entry and in applicable 
104, 105 Policy & Racial Profiling e Supervisor School schools 
e Watch Commander School 
e Command Development 
e Police Sciences and Leadership II (PSLI/I]) Personnel Department 
(Post-Consent Decree: All e Field Training Officer Course e-learning 
employees receive regular e Basic Detective Course 
Sexual Harassment training) 
Additional Specialized Schools: Outside Training as directed 
e Conflict Management 
e Museum of Tolerance 
106 Management of Gang Unit Sworn supervisors and | GND e Gang Training Once and upon entry to Gang 
managers assigned to e Command Development Unit 
107 Eligibility and tour limit of | monitor gang activity Supervisor Meetings 
Gang Units 
108 Confidential Informant All sworn who use and | GND e Supervisor School Once upon assignment or 
Procedures maintain informants e Watch Commander School promotion 
109 e Basic Detective Course 
Confidential Informant e Narcotics School 
110 Database e Vice School 
Confidential Informant 
Manual 
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cD 
SSE oe ue Audience SME rane fines reper 
112 Consent Decree: Mental All sworn = basic DSVD e Recruit Basic Course — Mental Illness Upon entry to unit, for new 
IlIness/Lodestar Report mental illness training orders, Roll Call Training 
MHIT 
Those assigned to e Field Training Officers 
MEU received 40 e RESET/HOPE Teams 
hours of CIT e PSLI* 
Current: Mental Health Currently, all officers will receive MHIT through the 
Intervention Training PSL program, which began in 2016 
(MHIT) 
116 Field Training Officer FTOs TD e Field Training Officer Course Upon promotion for FTO 
Course e Field Training Officer Update Course course and every 24 months for 
update course 
e MHIT for all FTO’s 
Field Training Officer MHIT — within 6 months of 
Update Course promotion 
117 Police Integrity Training All Dept. ISTD e Recruit Basic Course Upon entry to the Department 
D x d Members e Supervisor School and integrated into most LAPD 
a) by to feport misconduer e Watch Commander School courses 
b) What constitutes retaliation e Command Development 
and the prohibition against it e Police Sciences and Leadership I/II(PSLI/I) 
for reporting misconduct, e Field Training Officer Course 
and officer protections e Basic Detective Course 
Cultural diversity and 
°) é omani oel one e All Annual Use of Force Update Courses 
e All PSB and FID Courses 
d) Accurate reports in assuring 
police integrity 
e) Constitutional requirements 
and governing policy 
f) Ethical dilemmas 


























Page 4 6/18/2020 


LOS ANGELES POLICE DEPARTMENT 


Police Training and Education 





Consent Decree Training and Compliance Strategy 








cD 


aeaa S = Audience SME y e Ey 

















Investigation Training for 
Spvrs 





Detectives II and 
above 








e Watch Commander School 
e Command Development 


e PSB training 
e FID training 
e Supervisor Meetings 





118 Board of Rights training All civilian BOR Police PTB to support as necessary 
members Comm. and/or as requested by the 
Commission 
121 Supervisor training Officers who will ISTD/TCU | e Supervisor School Once prior to promotion 
promote to Sergeant, e Watch Commander School 
Detective II, e Command Development 
Lieutenant and e POST Management Course 
Captain 
122 Incident Control, Report Sergeants, ISTD e Emphasized in Command and Control Concepts and Upon entry, promotion, and 
Review for Supervisor, and | Detective I’s, outlined in 2018 Training Bulletin integrated into annual ongoing 
Ethical Decision Making Lieutenants and above training 
e Annual Use of Force Updates 
e Supervisor School 
e Watch Commander School 
e Command Development 
e POST Management Course 
e FID training 
123 UOF & Complaint Sergeants, CIRD PSB | e Supervisor School Ongoing: 


Upon promotion and /or in 
specialized schools per 
assignment 
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CHANGING THE TRAINING PARADIGM 

FOR A MORE RESILIENT POLICE 
DEPARTMENT: 
LOS ANGELES POLICE DEPARTMENT 


LUANN PANNELL 
DIRECTOR: POLICE TRAINING AND 
EDUCATION LA 


For leaders and operators in dangerous 
contexts, the demands of safety, complex ethical 
responsibilities, and the consequences of action or 
inaction must be simultaneously weighed in a very 
short, high-intensity timeframe. In order to cultivate 
a culture of sound leadership for such contexts, one 
must examine the role of training. Training becomes 
the premium vehicle for not only promoting 
organizational change but also inculcating those 
changes into values and beliefs to influence the 
overall operation. Essentially, it is the training of an 
organization's most valued assets - its people — that 
ultimately determines how human beings think, 
feel, and act while facing critical situations. How 
an organization trains will determine the degree 
to which its members will internalize the mission, 
vision, and values of the organization when facing 
real life situations. 


Itis within this framework that the LAPD began 
to examine traditional models of police training. As 
a practical matter, the LAPD anticipated that policing 
must shift and adjust if its force were to adequately 
address the demands of future generations. Such a 
shift - both mental and cultural — is easier said than 
done, particularly within the rich, tradition-based 
environment of policing. It is not sufficient to just 
add more training, it must be training that will shift 
the thought process so that different questions are 
being asked and answered. While the transformation 





(LAPD) 





of the LAPD training paradigm continues to evolve, 
and is being applied to the development of all 
training, this article will narrow the focus on the 
process of redesigning police academy training. 


Most police departments can identify numerous 
initiatives that were moved to implementation with 
only moderate levels of success. The inability of the 
organization to accept change is often due to the 
failure to adequately assess the cultures impacted by 
the change. The formidable social forces of formal 
and informal cultures and subcultures have derailed 
many good ideas from becoming successful. 


In the case of the LAPD police academy, the 
following six cultures or subcultures were assessed: 


= (1) current culture of the department; 

a (2) culture of the community being 
served; 

=m (3) culture of the recruit; 

= (4) culture of the training instructors; 

=m (5) culture of field training officers; 

= (6) the envisioned future culture, 


The academy as previously designed met the 
needs of a different recruit, a different community, 
and a different environment - all with different 
policies and procedures. The LAPD had to» 
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> thoroughly evaluate what training - and culture 
- needed to change in order to ensure success for 
the next generation of officers in a media-driven 
world of high-expectations, incessant scrutiny, and 
constant demands. While an exhaustive review of 
the six cultures noted above is beyond the scope of 
this article, what follows is a brief discussion of the 
analysis required to change the culture of training 
within the LAPD police academy. As the new training 
paradigm is outlined below, interview responses 
from recruits, field training officers, and captains are 
included to convey the response to the change in 
training. 


Initial assessments occurred through focus 
groups and discussions with key stakeholders. 
Investigation revealed a myriad of issues that had to 
be accounted for in order to adequately address a 
redesigned training model. Generational differences 
between recruits and senior officers proved 
significant. In contrast to their trainers, “millenials” 
tend to have a more selective attention span and 
operate with the expectation that information should 
be accessed quickly and immediately. They tend to 
scrutinize their leaders and expect ranking officers 
to lead by example. Millenials have formidable 
electronic communication skills and are extremely 
comfortable with technology while generally 
needing more development on interpersonal skills 
and conflict resolution. Tending towards non- 
confrontation, millenials are nonetheless “joiners” 
who want to be a part of something larger than 
themselves. Given that this segment of the general 
population represents the bulk of new trainees 
entering the LAPD police academy, two questions 
arise: (1) How do they learn? and (2) How are they 
motivated? 


Drawn from the military, traditional police 
training has typically emphasized pride, discipline, 
and performance. Based on traditional classroom 
structures, police recruits sat in rows at attention 
with minimal class discussion. Formal and informal 
investigation - including recruit-to-recruit blogs 
and internet sites - revealed the perspective that 
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recruits should sit still, learn the material, and, if 
questioned, give the textbook response. The overall 
emphasis was “don’t draw attention to yourself, 
don't be noticed.” In essence, the mindset required 
to succeed in the police academy was antithetical 
to the expectation of engagement held by the 
community and the officers in the field once they 
left the academy. 


Though training covered the topics dictated 
through state mandates, the LAPD police academy 
aspired to do more than simply pass required state 
tests. It was determined that the tradition of strong 
tactical skill training must continue, however, it 
became obvious that improvements had to be 
made to maximize critical thinking and capitalize 
on initiative and human potential. Training had to 
evolve such that new officers could be confident 
in their abilities to “think through” and master 
emergent, in extremis future scenarios. Additionally, 
it would not be enough just to respond with the 
proper answer, to succeed, officers also needed to 
be able to clearly articulate the reasoning behind 
their response. The new goal was to compliment 
tactical strengths by developing officers who were 
also self-motivated, interdependent, community 
oriented, critical thinking, and problem solvers. This 
revised goal demanded a new training paradigm - 
and a new culture, 


Al rne FORMIDABLE 
SOCIAL FORCES 
OF FORMAL AND 
INFORMAL CULTURES 
AND SUBCULTURES 


HAVE DERAILED 
MANY GOOD IDEAS 
FROM BECOMING 
SUCCESSFUL... i 
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> THE PARADIGM 


PART I: THE PERSON: PEAK PERFORMANCE BY 
TRAINING THE WHOLE PERSON 


PERSON 
K 


AFFECTIVE 
Figure 1 


As shown in Figure 1, training the whole person 
means thatall elements of the human condition must 
be considered. Ideally, an officer's response or lack of 
a response should consistently incorporate all three 
domains, the psychomotor domain (physical), what 
one knows to be true from their cognitive domain 
(mental), and one’s motivation to do the right thing 
based on the affective domain (emotional). Training 
must mimic real life, where often one domain may 
be more dominant than another. Though simplistic, 
the model emphasizes that one element is not more 
critical than another, and that a balanced response is 
necessary in every scenario. 


Though representative of a cultural shift for 
the law enforcement training community, these 
concepts are not new to those who study peak 
performance and sports psychology. It is important 
to note that the LAPD police academy hires from the 
general population and does not have the advantage 
of complete classes filled with highly disciplined, 
gifted athletes. The aspiration is to get exceptional 
response capability out of average people. This is 
where the potential of human motivation needs to 
be accessed the most - and represents a significant 
contrast from the traditional, previously discussed 
police academy classroom. Often average people 
with strong motivations make the most difference. 


INTERPC 





This is the hidden resource the LAPD police academy 
sought to cultivate. 


Older models for police training were focused 
primarily on training a skill set - typically represented 
by cognitive or psychomotor learning domains - 
without much crossover and generally no discussion 
of how an individual's affective state would influence 
either. There had to be a shift in the approach 
for dealing with the affective domain. Rather 
than ignoring or suppressing emotion, the new 
paradigm sought to master the affective domain. 
The police academy wanted trained officers who 
were not only confident in their ability to assess and 
understand the role of emotion in human conflict, 
but also be aware of how to leverage it for optimal 
outcomes. One of the easiest areas for immediate 
improvement, is expanding the discussion of the 
whole person during debriefs. It stands to reason, 
that if only tactical operations are debriefed, only 
tactical operations will be improved, Leadership for 
in extremis events requires attention on all facets 
of an operation and to address all three sides of the 
triangle, for the complexity of the people involved, 


RECRUIT: 


/ went through 18 weeks of the Academy, the 
way it was before, when I got injured. This is my 
second time through and this is so much better, Its 
such a better way to learn, Before | didn’t know what 
/ was doing or why, I was just trying to get through 
and not be noticed. | was passing the tests but | was 
getting worried cause I didn’t know how to put it all 
together. | was almost through to graduation but | 
didn't feel confident. The way the training is now, 
/ understand our Use of Force policy, when to use 
Force and why. It took me longer, but I'm glad I got 
to go through this Academy. | know you still want to 
make some changes, but don't ever go back to the 
way you were training before. 


FIELD TRAINING OFFICER: 
He handled himself very well, physically 


handled himself, he wasn't afraid; he did everything 
he was supposed to do. Right off the bat he was» 
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44 | TRAINING MUST MIMIC REAL 


LIFE, WHERE OFTEN ONE DOMAIN 
MAY BE MORE DOMINANT THAN 


ANOTHER... #7 


> thrown into something within two weeks that was 
a pretty crazy situation and he handled himself very, 
very well. A week later he and | got into a foot pursuit 
of three, GTA grand theft auto suspects. He put out 
the information, he broadcast where we were, we 
caught one of the suspects, we set up a perimeter. 
So, these are things that, that you know, a brand new 
probationer usually doesn’t get involved in during 
their first few weeks and he did and he handled 
himself very well. 


/ would say that probationers for the most part 
are better, their training now is better than it was five 
years ago or however long ago it was that they made 
the change. I've noticed the difference. I've been a 
training officer for 14 years or something like that, 
and | think they are better than they were before. 


‘CAPTAIN: 


/ don't think we have the same loss of 
probationers, before they [were] dropping like flies. 
Before...we lost 6-8. Motivation seems pretty high 
and their hands on skills are good. It seems like there 
aren'ta lot of unsatisfactory ratings. 


There is a lot more to learn about policing than 
when I was in the Academy. In my opinion, we are 
now putting out in the field the best recruits we've 
ever had. 


When I observed the recruits in the simulator, 
/ saw that they were locked in on how to apply the 





Use of Force Policy. They were able to articulate why 
they did what they did. That piece is solid. In terms of 
tactics, they have been good. 


PART II: THE TEAM: TRAINED IN A TEAM, BY A 
TEAM, TO BE A TEAM 


FRAMEWORK 





Figure 2 


At this point in the LAPD's history and as 
depicted in Figure 2, the team concept is critical for 
training to lead in dangerous contexts. Not trivial, is 
that the police academy's emphasis on team flies in 
the face of American society in general, which stresses 
and values individualism. Even the notion of “the 
American Dream” reinforces individuality by noting 
that America is a “land in which life should be better 
and richer and fuller for every man, with opportunity 
for each according to ability or achievement.” The 
embedded nature of individuality points to the » 
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® challenge and struggle of inculcating the value of 
teams in police academy training. This represents a 
foundational clash of underlying values and cultures. 


Returning to the discussion of in extremis 
events, it is uncommon for a single person to act 
alone or intervene unilaterally with successful results. 
Solutions for extreme situations are more commonly 
team-based and involve a coordinated, collective 
action. In a police force's most dangerous situations, 
the most elite teams are called upon to intervene. 
Though respected for their individual skills, these 
teams are best known for their well-coordinated, 
synchronized efforts and movements. These highly 
capable teams are cross-trained for full awareness 
and appreciation of the complexity of each person’s 
role. They are distinguished in their abilities as a team 
because they do extensive team training followed by 
individual development and remediation and then 
back to team development. The cycle is continuous 
between the team and the individual. 


By deemphasizing individual grades and skill 
acquisition in the LAPD police academy, we leverage 
the powerful social environment to create a different, 
more astute, more team-based officer. The vision is 
that the organization will succeed or fail based on 
the understanding that the whole organization is 
a compellation of coordinated teams. The intent is 
to create the building blocks for team collaboration, 
roles, and responsibilities early in one’s development 
as a police officer. This is the culture the LAPD police 
academy seeks to create, maintain, and reinforce. 





Organization 





Figure 3 


Figure 3 illustrates the interconnected, 
interdependent organization which values teams, 
training in teams, and conducted by teams. Having 
an officer train in a team creates ownership, 
responsibility, and a better awareness of how 
the response of one team fits within the larger 
operational context. Further, people recognize 
that the impact of their action or inaction is 
connected to others. This creates a more resilient 
workforce. Research suggests that resiliency is 
increased when those exposed to life-threatening, in 
extremis environments feel an affinity for and social 
connection to colleagues in meaningful ways. La 
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» RECRUIT: 


/ want to say something about the team- 
teaching. It was really great how they have different 
instructors team-teaching together. It helped us to 
see that there a lot of different ways of doing things 
in policing and if you couldn't quite get the concept 
from one instructor, usually the other could find a 
way to get the point across. The team assigned to 
our class worked really well together. | don't know if 
that was by design or by accident but it also inspired 
us as a class to be like them as officers and make 
them proud. 


With a the team of instructors we had with 
us everyday, they knew all of our strengths and 
weaknesses, and if you were stuck, there was always 
someone there to help...but man, they knew 
everything about us, we couldn't get away with 
anything! 





Figure 4 


IN EXTREMIS CONTEXT 


PART Ill: THE CONTEXT: TRAINING THROUGH 
AN EVENT, NOT TOIT 


The last part of the LAPD training paradigm 
requires that the fluid and dynamic development 
of both the individual and the team can only occur 
within an experiential learning environment. This 
requires that officers actually train “through” an 
event and not to it. Training “through an event” 
includes training for the skills needed in a crisis, but 
also training for what happens following the crisis 
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and preceding the next crisis. Laudably, the law 
enforcement community tends to spend significant 
training dollars preparing for in extremis events 
meant to test certain psychomotor capacities and 
capabilities. Often minimized, however, are the 
other key domains, both cognitive and affective. As 
a result, law enforcement generally does very well 
responding to a crisis, but may be judged severely 
by the communities they serve on the follow- 
through after a crisis. Understanding the context 
and ensuring follow-through with key stakeholders 
both internal (officers at the next roll-call, command 
staff), and external (community members, city 
officials, media) will often determine the response 
of those stakeholders to the next critical event. 


RECRUIT: 





/ don't think I've ever gone through any 
training for anything that has been so well designed 
and laid-out. It was incredible how one thing just 
kept building on another, | can’t tell you how many 
times I'd have an ‘ah-hah’, a breakthrough, where 
ld see how something we started in the first month 
made sense in the fourth month and I could see 
how there was a thread through the training that 
they were building on. | was always challenged and 
excited to see where it would go or tie-in next. This 
was a great experience. 


FIELD TRAINING OFFICER; 


They seem to be more able to apply what 
they learned in the Academy to actual situations in 
the street than they used to be before this, these 
changes were made. ...they do seem to have a 
better grasp of the MDC [and the] radio, and the 
forms and stuff like that. So, you know, maybe with 
the 20 years on/ should be more cynical or whatever, 
but I think its an improvement. It’s definitely an 
improvement. 
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LAPD - POST Comparison of Hours 
RBC 7.0 October 2020 


POST w/Scenarios 





5 


Hours 


Description 


(Min) 


LD Description 


Hours | (Min) 














naa TEE 20 
3 
T0 
5 | Introduction to Criminal Law 45 4 27 | Missing Persons 4.0 4 
6 | Property Crimes 75 6 28 | Traffic Enforcement 16.5 16 
7 | Crimes Against Persons/Death 8.5 6 29 | Traffic Collision Investigations 12.0 12 
| 8 | General Criminal Statutes 2.0 2 12 
Ta |erines aginst Chien [35] 4 2 
0 [sex crimes z| a z0 
| 11 [Juvenile Law and Procedures 4.5 3 | 33]ArrestandControl | 905] 60 
| 12 [Controlled Substances 12.0 all. 21 
13 asc tw zo] |e ë o 
15 | Laws of Arrest 16.0 12 36 | Information Systems 8.0 2 
Search and Seizure 14.0 12 People with Disabilities 15.5 15 
17 | Preservation of Evidence 6.0 6 38 | Gang Awareness 2.0 2 
4 
[40] weapons Volsions | as] 
Bao M 
i 
3 


Vehicle Pullovers 17.0 


14 
589 


16 











95 | RCTU Admin 60.0 0 95 | Spanish 2.0 0 
62.0 0.0 
| POST Scenario Demos & Tests 59.0 
| POST Written/Review 12.5 
TOTAL HOURS 71.5 








912.0 








